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ARTICLE I PREAMBLE

1.01 This Agreement is hereby entered into by and between the City of Parma,
hereinafter referred to as ‘the Employer, and the Ohio Patrolmen’s Benevolent Association,
hereinafter referred to as‘the OPBA”

ARTICLE II PURPOSE AND INTENT

2.01 In an effort to continue harmonious and cooperative relationships with its
employees and to insure its orderly and uninterrupted efficient operations, the Employer now
desires 1o enter into an Agreement reached through collective bargaining which will have for its
purposes, among others, the following: 1) To recognize the legitimate interests of the employees
of the Employer to participate through collective bargaining in the determination of the terms
and conditions of their employment; 2) To promote fair and reasonable working conditions; 3)
To promote individual efficiency and service to the City of Parma; 4) To avoid interruption or
interference with the efficient operation of the Employer's business; and 5) To provide a basis for
the adjustment of matters of mutual interest by means of amicable discussion.

ARTICLE III RECOGNITION

3.01 The Employer agrees that it has and will continue to recognize the OPBA as
exclusive representative for negotiating wages and salaries, hours of work, and other terms and
conditions of employment for all full-time Public Safety Dispatchers.

3.02 The Employer will furnish the OPBA with a list of all employees in the
classifications covered by this Agreement indicating their starting date of employment. Such list
will be furnished no less than annually and will be supplemented by the names of all new
employees as hired.

ARTICLE IV DUES DEDUCTION

4.01 During the term of this Agreement, the Employer shall deduct initiation fees,
assessments levied by the OPBA, and the regular monthly OPBA dues from the wages of those
employees who have voluntarily signed dues deduction authorization forms permitting said
deductions. No new authorization forms will be required from any employees for whom the
Employer is currently deducting dues.

4.02 The initiation fees, dues, or assessments so deducted shall be in the amounts
established by the OPBA from time to time in accordance with its Constitution and Bylaws. The
OPBA shall certify to the Employer, in advance of when amounts are due, the amounts due and
the employees involved.

4.03 The Employer shall deduct dues, initiation fees or assessments in equal amounts
from the first two pays in each calendar month. If an employee has no pay due on that pay date
such amounts shall be deducted from the next or subsequent pay.

404 A check in the amount of the total dues withheld from these employees
authorizing a dues deduction shall, barring unusual circumstances, be tendered to the treasurer of
the OPBA within thirty (30) days from the date of making said deductions.

4.05 The OPBA hereby agrees to hold the Employer harmless from any and all
liabilities or damages which may arise from the performance of its obligations under this Article
and the OPBA shall indemnify the Employer for any such liabilities or damages that may arise.



ARTICLE V MANAGEMENT RIGHTS

5.01 Nothing in this Agreement shall be construed as delegating to others the authority
conferred by law upon the Employer or in any way abridging or reducing such authority.

5.02 The Union recognizes that except as specifically limited or abrogated by the terms
and provisions ot this Agreement, all rights to manage, direct, or supervise the operations of the
Employer and all of the employees are vested solely and exclusively with the Employer and/or
its designated representatives.

5.03 Not by way of limitation, but to only indicate the type of matters or rights which
belong to and are inherent to the Employer, the Employer retains the right to: 1) hire and transfer
employees; 2) discharge, suspend, or discipline employees for just cause; 3) determine the
number of persons required to be employed, laid off or discharged; 4) determine the starting and
quitting time and the number of hours to be worked by its employees; 5) make any and all
reasonable rules and regulations; 6) determine the work assignments of its employees; 7)
determine the basis for selection, retention and promotion of employees to or for pusitions not
within the bargaining unit established by this Agreement; 8) determine the type of equipment
used and the sequence of work processes; 9) determine the making of technological alterations
by revising either process or equipment, or both; 10) determine work standards and the quality
and quantity of work to be produced; 11) select and locate buildings and other facilities; 12)
establish, expand, transfer and/or consolidate work processes and facilities; 13) transfer or
subcontract work; 14) consolidate, merge, or otherwise transfer any or all of its facilities,
property, processes or work with or to any other municipality or entity or effect or change in any
respect the legal status, management or responsibility of such property, facilities, processes or
work; and 15) terminate or eliminate all or any part of its work or facilities.

5.04 In addition, the Union agrees that all of the functions, rights, powers,
responsibilities and authority of the Employer in regard to the operation of its work and business
and the direction of its workforce which the Employer has not specifically abridged, deleted.
granted or modified by the express and specific written provisions of this Agreement are, and

shall remain, exclusively those of the Employer and shall not be subject to the grievance
procedure.

ARTICLE VI TOTAL AGREEMENT

6.01 This Agreement represents the entire agreement between the Employer and the
Union and unless specifically and expressly set forth in the express written provisions of this
Agreement, all rules, regulations, benefits and practices previously and presently in effect may
be modified or discontinued at the sole discretion of the Employer, upon seven (7) days advance
notice to the Union, except in emergencies.

ARTICLE VII LEGISLATIVE APPROVAL

7.01 It is agreed by and between the parties that any provision of this Agreement
requiring legislative action to permit its implementation by amendment of law or by providing
the additional funds therefore, shall not become effective until the appropriate legislative body
has given its approval.

ARTICLE VIII NON-DISCRIMINATION

8.01 The Employer and the OPBA agree not to discriminate against any employee(s)



on the basis of race, religion, color, creed, national origin, age, sex or disability.
8.02 The OPBA expressly agrees that membership in the OPBA is at the option of the

employee and that it will not discriminate with respect to representation between members and
non-members.

ARTICLE IX GENDER AND PLURAL

9.01 Whenever the context so requires, the use of the words herein in the singular shall be
construed to include the plural, and words in the plural, the singular, and words whether in the
masculine, feminine or neuter genders shall be construed to include all of said genders. By the
use of either the masculine or feminine genders it is understood that said use is for convenience
purposes only and is not to be interpreted to be discriminatory by reasons of sex.

ARTICLE X HEADINGS

10.01 It is understood and agreed that the use of headings hefore Articles is for
convenience only and that no heading shall be used in the interpretation of said article nor affect
any interpretation of any such Article.

ARTICLE XI OBLIGATION TO NEGOTIATE

11.01 The Employer and the OPBA acknowledge that during the negotiations which
preceded this Agreement, each had the unlimited right and opportunity to make demands and
proposals with respect to any subject matter not removed by law from the area of collective
bargaining and that the understandings and agreements arrived at by the parties after the exercise
of that right and opportunity are set forth in this Agreement.

11.02 Therefore, for the life of this Agreement, the Employer and the OPBA each
voluntarily and unqualifiedly waives the right, and each agrees that the other shall not he
obligated to negotiate collectively with respect to any subject or matter referred to, or covered in
this Agreement, or with respect to any subject or matter not specifically referred to or covered in
this Agreement, even though such subjects or matters may not have been within the knowledge

or contemplation of either or both of the parties at the time they negotiated and signed this
Agreement.

ARTICLE XII CONFORMITY TOILAW

12.01 This Agreement shall be subject to and subordinated to any present and future
Federal laws, along with any applicable Rules and Regulations, and the invalidity of any
provisions of this Agreement by reason of any such existing or future federal law or rule or
regulation shall not affect the validity of the surviving portions.

12.02 If the enactment of legislation, or a determination by a court of final and
competent jurisdiction (whether in a proceeding between the parties or in one but not between

the parties) renders any portion of this Agreement invalid or unenforceable, such legislation or
decision shall not affect the validity of the surviving portions of this Agreement, which shall
remain in full force and effect as if such invalid portion thereof had not been included herein.

ARTICLE XIII NO STRIKE

13.01 The Employer and the OPBA agree that the grievance procedures provided herein



are adequate to provide a fair and final determination of all grievances arising under this
Agreement. It is the desire of the Employer and the OPBA to avoid work stoppages and strikes.

13.02 Neither the OPBA nor any member of the bargaining unit, for the duration of this
Agreement, shall directly or indirectly call, sanction, encourage, finance, participate, or assist in
any way in any strike, slowdown, walkout, concerted ‘Sick leavé’ or mass resignation, work
stoppage or slowdown, or other unlawful interference with the normal operations of the
Employer for the duration of this Agreement. A breach of this Article, shall be sufficient grounds
for discipline.

13.03 The OPBA shall, at all times, cooperate with the Employer in continuing
operations in a normal manner and shall actively discourage any attempted violation of this
Article. In the event of a violation of this Article, the OPBA shall promptly notify all employees
in a reasonable and expeditious manner within a twenty-four hour period that the strike, work
stoppage or slowdown, or other unlawful interference with the normal operations of the
Employer is in violation of this Agreement, unlawful, and not sanctioned or approved of by the
OPBA. The OPBA shall order the employees to return to work immediately.

13.04 The Employer shall not lock out any employees for the duration of this
Agreement.

ARTICLE X1V EMPLOYEE RIGHTS

14.01 An employee has the right to the presence and advice of an OPBA representative

and/or an attorney at all disciplinary hearings and/or disciplinary interrogations. Such right shall

not be exercised for the purpose of creating unreasonable delay. All representation by employees
shall take place on employees’ time off.

14.02 An employee who is to be questioned as a suspect in an investigation of any

criminal charge against him shall be advised of his constitutional rights before any questioning
starts.

14.03 An employee will be informed of the nature of any investigation of himself prior
to any questioning.

14.04 An employee may request an opportunity to review his personnel file, and to add
pertinent response to the file clarifying any documents contained in the file and may have a
rcprcscentative of the OPBA present when reviewing his file. An Employer representative shall be
present when employees review their file. A request for copies of items included in the file shall
be honored. Copies will be made at employee’s cost. An employee may request removal of
specific items in his file, which request will be considered by the Employer in its sole discretion.

All items in an employee's file with regard to complaints and investigations will be clearly
marked with respect to final disposition, if any.

14.05 All complaints received by the Employer against Communication Center non-
probationary employees by civilians, members of the Parma Police or Fire Departments, or
members of any other Police or Fire Departments shall be reduced to writing and a copy

provided to the particular employee(s) within three (3) scheduled work days, unless the
complaints raise allegations of criminal activity.

14.06 At the employe€’s request, on or about March 1 of each year, written reprimands
and written .records of verbal reprimands which have not, of themselves, been the basis for more
serious discipline, and written documents concerning compliments or commendations, any of



which is dated more than five (5) years prior thereto, shall be removed from an employe€'s
personnel file and shall, thereafter, not be considered as a basis for assessing discipline or degree
of discipline in any pending or future disciplinary actions against that employee. Written records
of suspensions of three (3) days or less which have not, of themselves, been a basis for more
serious discipline, any of which is dated more than eight (8) years prior thereto, shall be removed
from an employee’s file and shall, thereafter not be considered as a basis for assessing discipline
or degree of discipline in any pending or future disciplinary action against that employee. Upon
such removal, the Employer shall, to the extent permitted under state law, destroy said records in
a timely fashion.

14.07 In the event the Employer intends to layoff any member of the Bargaining Unit,
the Employer shall give the affected employee or employees notice of such layoff not less than
twenty (20) calendar days in advance of the first day on which the layoff is to become effective
and implemented.

ARTICLE XV ASSOCIATION REPRESENTATION

15.01 The parties recognize that it may be necessary for an employee representative of
the OPBA to leave a normal work assignment while acting in the capacity of representative. The

OPBA recognizes the operational needs of the Employer and will cooperate to keep to a
minimum the time away from work by represcentatives.

15.02 Before leaving an assignment or post pursuant to this section, the on-duty
representative must obtain approval from the officer in charge of the shift. The Employer will
compensate an on-duty representative at the normal rate for the time spent in the processing of
grievances provided the request is made in good faith and at any meetings at which the Employer
requests the representative to be present. All other time away from work will be without pay.

15.03 The Director of the OPBA or his designees shall receive eighty (80) hours

annually for Union leave. Any unused time shall be rolled over to the following year to a
maximum accumulation of one hundred (100) hours,

ARTICLE XVI GRIEVANCE PROCEDURE

16.01 Every employee shall have the right to present his grievance in accordance with
the Procedures provided herein, free from any interference, coercion, restraint, discrimination or
reprisal and except at Step 1, shall have the right to be represented at all stages of the Grievance
Procedure. It is the intent and purpose of the parties to this Agreement that all grievances shall be
settled, if possible, at the lowest step on this procedure.

16.02 For the purposes of this procedure, the below listed terms are defined as follows:
a) Grievance - A “grievancé’ shall be defined as a dispute or controversy
arising from the misapplication or misinterpretation of the specific and

express written provisions of this Agreement.

b) Grievant - The “grievant’ shall he defined as any employee, group of
employees within the bargaining unit or the OPBA.

c) Party in Interest - A‘party in interest’ shall be defined as any employee of
the Employer named in the grievance who is not the grievant.

d) Days - A ‘day’ as used in this procedure shall mean calendar days,



excluding Saturdays, Sundays and the Holidays as provided in this
Agreement.

16.03 The following procedures shall apply to the administration of all grievances filed

under this procedure.

a)

b)

d)

¢)

g)

h)

Except at Step 1, all grievances shall include: the name and position of the
gricvant; the identity of the provisions of this Agreement involved in the
grievance; the time and place where the alleged events or conditions
giving rise to the grievance took place; the identity of the party responsible
for causing the said grievance, if known to the grievant; and a general
statement of the grievance and the redress sought by the grievant.

Except at Step 1, all decisions and appeals shall be rendered in writing at
each step of the grievance procedure. Each decision shall be transmitted to
the grievant.

If a grievance affects a group of employees working in different locations,
with different principals, or associated with an employer-wide
controversy, it may be submitted at Step 2.

Nothing contained herein shall be construed as limiting the right of any
employee having a grievance to discuss the matter informally with any
appropriate member of the Administration and having said matter
informally adjusted without the intervention of the OPBA, provided that
the adjustment is not inconsistent with the terms of this Agreement. In the
event that the grievance is adjusted without formal determination, pursuant
to this procedure, while such adjustment shall be binding upon the
grievant and shall, in all respects, be final. Said adjustment shall not create
a precedent or ruling upon the Employer in future proceedings.

'The grievant may be represented at any step of the grievance procedure

after Step 1, providing such representative is approved of and authorized
by the OPBA.

The existence of this Grievance Procedure, hereby established, shall not be
deemed to require any employee to pursue the remedies herein provided
and shall not impair or limit the right of any employee to pursue any other
remedies available under law, except that any employee who pursues any
other available remedy, other than provided by this procedure, shall
automatically have waived and forfeited any remedies provided by this
procedure.

The time limits provided herein will be strictly adhered to and any
gricvance not filed initially or appealed within the specified (ime limits
will be deemed waived and void. If the Employer fails to reply within the
specified time limit, the grievance shall automatically move to the next
step in the grievance procedure. The tme limits specified for either party
may be extended only by written mutual agreement.

The preparation of grievances shall be conducted on non-working hours,
except when circumstances require that they be prepared on worktime.
Processing of grievances shall be construed as the attendance at or



presentation of grievances at the formal steps in the grievance procedure.

i) This procedure shall not be used for the purposes of adding to, subtracting
from, or altering in any way, any of the provisions of this Agreement.

i) Probationary employees shall not have the right to utilize the provisions of

the grievance procedure for the purpose of grieving probationary
removals, demotions, or other actions.

k) Appeals regarding denial of injury leave benefits as provided by this
Agreement shall be initiated at Step 3 of this Procedure.

16.04 All grievances shall be administered in accordance with the following steps of the
grievance procedure:

Step 1

An employee who believes he may have a grievance shall notify the Communication Center
Manager of the possible grievance within five (5) days of the occurrence of the facts giving rise
to the grievance. The Communication Center Manager will schedule an informal meeting with
the employee within five (5) days of the notice of the employee, at which time the issue in
dispute will be discussed with the objective of resolving the matter informally.

Step 2

If the dispute is not resolved informally in Step 1, it shall be reduced to writing by the grievant
and presented as a grievance to the Safety Director or his designee within five (5) days of the
informal meeting or notification of the Communication Center Managers decision at Step 1,
whichever is later, but not later than ten (10) days from the date of the meeting if the
Communication Center Manager fails to give the employee an answer. The Safety Director
shall give his answer within ten (10) days of the meeting.

Step 3

If the grievant is not satisfied with the written decision at the conclusion of Step 2, a written
appeal of the decision may be filed with the Mayor within five (§) days from the date of the
rendering of the decision at Step 2. Copies of the written decisions shall be submitted with the
appeal. The Mayor, or his designee, shall convene a hearing within ten (10) days of the receipt of
the appeal. The hearing will be held with the grievant, his OPBA representative, if the employee
desires, and any other party necessary to provide the required information for the rendering of a
proper decision. The Mayor or his designee shall issue a written decision to the employee and his
OPBA representative within fifteen (15) days from the date of the hearing. If the OPBA is not
satisfied with the decision at Step 3, it may proceed to arbitration pursuant to the Arbitration
Procedure herein contained.

ARTICLE XVII ARBITRATION PROCEDURE

17.01 In the cvent a gricvance is unrcsolved after being processed through all steps of
the grievance procedure, unless mutually waived, then within ten (10) days after the rendering of
the decision at Step 3, the OPBA may submit the grievance to arbitration. There is hereby
created a permanent panel of arbitrators which shall consist of the following: (1) Alan Miles
Ruben, Esq.; (2) James Mancini, Esq.; (3) Stewart W. Savage, Esq.; (4) Dennis Byrne; and (5)
Nels Nelson, or other mutually agreeable arbitrator. The arbitrator will be chosen from the
permanent panel of arbitrators by the alternative strike method with the Union striking first.

17.02 The arbitrator shall have no power or authority to add to, subtract from, or in any
manner, alter the specific terms of this Agreement or to make any award requiring the



commission of any act prohibited by law or to make any award that itself is contrary to law or
violates any of the terms and conditions of this Agreement. The arbitrator shall not decide more
than one grievance on the same hearing day (s), except by mutual written agreement of the
parties. This arbitration provision 1s limited to those grievances arising from the
misinterpretation or misapplication of the specific and express written terms of this Agreement.

17.03 The hearing or hearings shall be conducted pursuant to the ‘Rules of Voluntary
Arbitratior’ of the American Arbitration Association.

17.04 The fees and expenses of the arbitrator and the cost of the hearing room, if any,
will be borne by the party losing the grievance. All other expenses shall be borne by the party
incurring them. Neither party shall be responsible for any of the expenses incurred by the other
party.

17.05 An employee requested to appear at the arbitration hearing by either party and
whose presence is necessary shall attend without the necessity of subpoena. The City shall
compensate those employees who were on duty at the time of the arbitration hearing at their
regular hourly rate of all hours during which their attendance is requested by the OPBA,
provided the request is made in good faith. At no time shall the number of employees in
attendance exceed three (3) employees. It is agreed that the calling of witnesses shall not
interfere with the operations of the Department.

17.06 The arbitrator's decision and award will be in writing and delivered within thirty

(30) days from the date the record is closed. The decision of the arbitrator shall be final and
binding upon the parties.

17.07 The OPBA agrees to indemnify and hold the City harmless against any and all
claims, demands, suits or other forms of liability that may arise out of any determination that the
OPBA failed to fairly represent a member of the bargaining unit during the exercise of his rights
as provided by the Grievance and Arbitration procedures contained in this Agreement.

ARTICLE XVIII DISCIPLINE
18.01 This procedure shall apply to all non-probationary employees covered by this
Agreement.
18.02 All employees shall have the following rights:
A. An employee shall be entitled to representation by a Union representative

at each step of the disciplinary procedure.

B. An employee shall not be coerced, intimidated, or suffer any reprisals
either directly or indirectly that may adversely affect his hours, wages, or
working conditions as the result of the exercise of his rights under this
procedure.

18.03 An employee may resign following the service of a Notice of Discipline. Any
such resignation will be processed in accordance with the Employer's Rules and Regulations and
the employee’s employment shall be terminated.



18.04 Discipline shall be imposed only for just cause. The specific acts for which
discipline is being imposed and the penalty proposed shall be specified in the Notice of
Discipline. The Notice served on the employee shall contain a reference to dates, times and
places, if possible.

18.05 Where the Employer seeks to impose disciplinary action, notice of such discipline
shall be made in writing and served on the employee personally or by registered or certified mail,
return receipt requested.

18.00 Discipline shall not be implemented until either:
1. the matter is settled, or
2. the employee fails to file a grievance within the time frame provided by

this procedure, or

3. the grievance is denied at Step 2 of the Grievance Procedure.
18.07 I'he Notice of Discipline served on the employee shall be accompanied by written
statement that:

1. the employee has a right to object by filing a grievance within five (5)

working days of receipt of the Notice of Discipline;

2. the Grievance Procedure provides for a hearing by an independent
arbitrator as its final step;

3. the employee is entitled to representation by a Union representative at
every step of the proceeding;

18.08 If a grievance is filed and pursued within the time frames provided below, no
penalty can be implemented, except as provided in paragraph .12, until the matter is processed
through Step 2 of the Grievance Procedure.

18.09 The following administrative procedures shall apply to disciplinary actions:

A. The Employer and the employee involved are encouraged to settle
disciplinary matters informally. Each side shall extend a good faith effort
to settle the matter at the earliest possible time. The Employer is
encouraged to hold an informal meeting with the employee for the purpose
of discussing the matter prior to the formal presentation of written charges.
The specific nature of the matter will be addressed, and the Employer may
offer a proposed disciplinary penalty. The employee must be advised
before meeting that she/he is entitled to representation by the Union
during the initial discussion.



B. If a mutually agreeable settlement is not reached at this informal meeting
the Employer will, within ten (10) working days, prepare a formal Notice
of Discipline and present it to the employee. If no informal meeting is
held, the Employer may just prepare a Notice of Discipline and present it
to the employee. The Notice of Discipline will include advice as to the
employee's rights in the procedure, and the right of representation.

C. Upon receipt of the Notice of Discipline, the employee may choose to
accept the proposed discipline or to appeal by filing a grievance with the
Safety Director, pursuant to Step 2 of the Grievance Procedure. The
appeal must be filed at Step 2 within five (5) working days from receipt of
the Notice of Discipline.

18.10 A failure to submit an appeal within the above time limit shall be construed as an

agreement to the disciplinary action by the affected employee and Union. All subsequent appeal
rights shall be deemed waived.

18.11 A disciplinary matter may be settled at any time. The terms of the settlement
shall be agreed to in writing. An employee executing a settlement shall be notified of the right to
have a Union representative or to decline any such representation. A settlement entered into by

an employee shall be final and binding on all parties. The Union shall be notified of all
settlements.

18.12 An employee may be suspended with pay at any time during the process. A
suspension without pay may be imposed concurrent with or subsequent to the decision at Step 2
of the Grievance Procedure.

18.13 All appeals of disciplinary actions taken against any non-probationary employees
shall only be appealed through the Grievance and Arbitration Procedures herein contained and
shall not be appealed to any Civil Service Commission.

ARTICLE XIX SICK LEAVE

19.01 Sick leave shall be defined as an absence with pay necessitated by: (1) illness
or injury to the employee; (2) exposure by the employee to contagious disease communicable to
other employees; or (3) serious illness, pregnancy, injury, or death in the employee’s immediate
family where the employee’s presence is reasonably necessary.

19.02 All full-time employees shall earn sick leave at the rate of 4.6 hours for each 80
hours of service and may accumulate such leave without limit.

19.03 Sick leave may be used in segments of not less than one (1) hour.

19.04 Before an absence may be charged against accumulated sick leave, the

Communication Center Manager and/or Safety Director may require such proof of illness, injury
or death as may be satisfactory to him, or may require the employee to be examined by a
physician designated by and paid for by the Employer. In any event, an employee absent for
more than two (2) consecutive work days must supply a physician's report to be eligible for paid
sick leave, unless waived by the Safety Director.

10



19.05 The Safety Director may require an employee who has been absent due to
personal illness or injury, prior to and as a condition of his return to duty, to be examined by a
physician designated and paid by the Employer, to establish that he is not disabled from the
performance of his duties and that his return to duty will not jeopardize the health and safety of

other employees. The Employer may require an employee on sick leave to work light duty’or a
‘temporary work level’ program.

19.06 If an employee fails to submit adequate proof of illness or injury or in the event
such proof as is submitted or upon the request of medical examination. the Communications
Center Manager and/or Safety Director finds there is not satisfactory evidence of illness or
injury sufficient to justify the employe€'s absence, such leave may be considered an unauthorized
leave and shall be without pay.

19.07 Any abuse or patterned use of sick leave shall be just and sufficient cause for
disciplinary action.

19.08 When the use of sick leave is due to illness or injury in the immediate family,
‘‘tmmediate family’shall be defined to only include the employe€’s spouse, children, grandchildren,
parents, step-children, or current mother or father-in-law residing with the employee.

19.09 Upon the retirement of a full-time employee who has not less than ten (10) years
of continuous service with the Employer and who has qualified for retirement benefits from the
State of Ohio Public Employees Retirement System, such employee shall be entitled to receive a
cash payment equal to his hourly rate of pay at the time of retirement, multiplied by one third,
(1/3) of his total accumulated unused sick leave to a maximum of two thousand one hundred
sixty (2,160)) hours, providing that such resulting number of hours to be paid shall not exceed
seven hundred twenty (720) hours.

19.10 Should an employee die while employed by the City prior to retirement, his estate
shall receive a payment for accumulated sick leave, if any, calculated according to the formula
set forth in Section 19.08.

19.11 Employces with accumulated sick leave may take off two (2) ‘Personal Health’
days per calendar year to be used at the discretion of the employee (provided it will not reduce
the scheduled dispatchers below designated minimums) and to be charged against accumulated

sick leave. Use of Personal Health days shall not be counted in regard to qualifying for the Sick
Leave Bonus under Article XX.

ARTICLE XX SICK LEAVE BONUS

20.01 If, during any quarter of a year, an employee does not use any sick leave benefits,
that member shall be granted one and one-half (1-1/2) straight time pay or vacation days with
pay in addition to whatcver other vacation with pay such cmployce is entitled under the
provisions of this Agreement. Such vacation with pay shall be granted in the calendar year
immediately following the quarter in which the employee did not use sick leave benefits.

20.02 The Sick Leave Bonus year will run from the date of last sick leave use to use of
next sick leave.

20.03 Sick leave used during the seven (7) day waiting period of the injury program
contained in this Agreement shall not be charged against the employee for purposes of the sick
leave bonus program.
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20.04 Employees shall have the option of converting accumulated sick leave into pay, at
the rate of two (2) accumulated sick leave hours for one (1) hour of pay. The maximum pay
available shall be forty (40) hours per calendar year. The conversion applies only to sick leave
earned within the calendar year and must be requested in writing by the employee on or before
November 30"™ The payment shall be made in the first pay period in December.

20.05 Employces must maintain a minimum of two hundred forty (240) accumulated
sick leave hours prior to eligibility for conversion of accumulated sick time to pay.

ARTICLE XXI FUNERAL LEAVE

21.01 Employees shall be granted thirty-two (32) hours funeral leave time off with pay,
for the purpose of attending the funeral, which shall not be charged against sick leave, in the
event of a death of a spouse, child, step-child, spous€’s grandparent, grandchild, parent or current
mother- or father-in-law, brother, sister, grandparent, current sister-, brother-, daughter-, or son-
in-law.

21.02 Employees will be permitted with proper authorization to take additional days for

funeral leave when necessary which shall be charged against any accumulated leave at the
employeé€s discretion.

ARTICLE XXII HOLIDAYS

22.01 All full-time employees shall receive the following paid Holidays:
New Year's Day Columbus Day
Presidents Day Election Day
Easter Sunday Thanksgiving Day
Memorial Day Day After Thanksgiving
Independence Day Veterans Day
Labor Day Christmas

Independence Day, Christmas Day. and New Years Day shall be taken on the day each actually
falls as opposed to the*legal’ day of celebration.

22.02 All full-time employees shall be credited with, as set forth in this Article, ninety-
six (96) hours of compensatory time which shall be taken within the year the holiday falls. In the
event the employee has not taken such compensatory time off by December 1st of each year, the
remaining time will be added to the employees accumulated compensatory overtime account at
the straight-time rate of hours. In the event that an employee leaves employment during the year,
any unused holiday time corresponding to any holiday(s) which has not occurred at that point in
time shall be lost; and, if he has taken holiday time off for holidays which have not yet occurred,
the Employer will be reimbursed by the Employee, and the Employer may deduct such sums
from the final paycheck. Any member of the bargaining unit actually working the day of the
below listed holidays shall receive pay at the rate of one and a half (1-1/2) times the regular
hourly rate. The holidays shall be considered as starting at 0000 hours and ending at 2400 hours.
Any hours worked during this time period shall be paid at time and a half.

Thanksgiving Day New Year's Day
Independence Day Christmas Day
22.03 All full-time employees shall receive one (1) personal day each year, to be taken
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during the calendar year. Employees scheduled to work on their birthday shall be entitled to use
their scheduled day on their birthday, if requested, with reasonable advance notice, in the
absence of an emergency. In the event the employee has not taken such personal day off by
December Ist of each year, the employee shall be paid for such time at his straight rate of pay in
December of each year.

ARTICLE XXII

23.01

23.02

VACATION

Definitions:

1)

2)

Vacation leave means leave with pay grantcd to full-time employces of the
bargaining unit as a reward for satisfactory service and as an incentive for
future service. Vacation leave is earned in each calendar year and is to be
taken only in the following calendar year. Vacations are not cumulative
and must be taken in the calendar year as due, except as otherwise
provided herein.

For purposes of the steps set forth in Section 23.02 (B) - (E), an employee
will be elevated to the next step in the calendar year in which he would
qualify based on anniversary date, provided that he may actually use the
additional week during the balance of the calendar year which follows his
anniversary date, subject to 23.03, below.

Continuous Employment means, for purposes of vacation leave, an
employees period of employment with the Employer in which he is
continuously employed by the Employer, including authorized leaves of
absence and/or period when the employee is laid off due to a reduction of
employees in the bargaining unit, provided however, such layoff time does
not exceed one year. Should the layoff period exceed one year, the
rehiring of such employee shall constitute the start of a new period of
employment for purposes of continuous service with the City. The period
of layoff or authorized leaves of less than one year shall not be considered
as a break in service, however, time spent on leave or layoff shall not be
credited towards continuous service.

Employees shall receive vacation leave according to the following formula:

A)

B)

&)

Each employee who has completed less than one year of continuous
employment beginning with the first date of his employment shall receive
one workday off for each month worked but not more than eight work
days, with pay, and these days shall be taken in the following calendar
year. The first full calendar year thereafter that the employee works, he
shall be credited in the following calendar year with a full two week
vacation, with pay.

Each employee of the bargaining unit who has completed six (6) years of

continuous employment beginning with his first date of employment shall
receive three weeks vacation with pay after such anniversary date.

Each employee who has completed thirteen (13) years of continuous

employment beginning with the first date of employment shall receive
four weeks vacation, with pay, after such anniversary date.
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D) Each employee who has completed eighteen (18) years of continuous
employment beginning with the first date of employment shall receive five
weeks vacation, with pay, after such anniversary date.

E) Each employee who has completed twenty-two (22) years of continuous
employment beginning with the first date of employment shall receive six
weeks vacation, with pay, after such anniversary date.

23.03 The time of taking of vacations shall be subject to the approval of the appropriate
department personnel. Vacation taken in one (1) week increments shall normally be scheduled
between an employees days off. Any vacation not taken during the year in which it was
accumulated may not be taken thereafter, except that additional vacation granted in November or
December of one year may be taken in the subsequent calendar year.

23.04 During an employee’s last year of service with the Employer, the employee, at his
discretion, may work his scheduled vacation at the straight-time rate of pay.

23.05 If an employee becomes ill or injured prior to a scheduled vacation leave, then upon
prior written request to the Communications Center Manager, and with his approval, an
employee will be able to reschedule the vacation leave. If an employee becomes ill or injured
during a scheduled vacation period, other than a duty injury, he shall continue out the vacation
period as scheduled before he is eligible to take sick leave.

ARTICLE XXIV OVERTIME

24.01 All employees in the bargaining unit shall, for work actually performed in excess
of forty (40) hours each seven (7) day work period, will be entitled to overtime pay or
compensatory time compensation.

24.02 As used in this section, the calculation of overtime hours shall only include
holiday, vacation, compensatory time and hours actually worked.

24.03 Employees who work overtime shall be compensated at a rate of one and
one-half times (1-1/2) their normal hourly rate of pay, which shall include the employees
longevity compensation. Employees may, as the time overtime is worked, elect to be
compensated for the overtime in either cash payment paid with the normal payroll or receive

compensatory time off. If no election is made, the overtime shall be paid with the next available
payroll.

24.04 Employees may accumulate up to two hundred forty (240) hours of compensatory

time. Compensatory time not used within three (3) years of accumulation shall be converted to
cash.

24.05 An employee who, upon resignation, death, or retirement has accumulated
overtime due himn, shall be paid for such accumulated overtime at the hourly rate in effect on the
day of separation from employment.

24 .06 There shall be no pyramiding of overtime payments with any other payments.
24.07 There shall be no adjustments made in the regular schedules of employees in an

attempt to avoid overtime, except for the purposes of scheduling training if notification is given
thirty (30) days prior to the scheduled training.
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24.08 For any time off, other than scheduled vacation weeks, employees shall be
permitted to schedule time off with the approval of the Communication Center Manager.
Should said scheduling bring minimums below the acceptable level, another Dispatcher may
voluntarily work for the granted-off Dispatcher and will be compensated at a straight time rate of
pay or straight compensatory time regardless of hours worked that day or hours worked during
the seven (7) day work period. Dispatchers called in to maintain minimums under all other
circumstances shall be compensated at the overtime rate as defined in Article XXIV.

24.09 An employee called in to work under circumstances as determined by the appropriate
authority, during a time they are not scheduled, will be compensated at time and one-half for a
minimum of three (3) hours, rcgardless of how many hours are actually worked. This does not
apply to hours worked as outlined in Section 24.08.

24.10 All overtime will be offered by seniority to the employees within the bargaining
unit who regularly perform the work. As referred to in this Article, seniority means Seniority
within the bargaining unit. Distribution of overtime shall be as outlined in the Overtime and Call-
In Procedure dated January 11, 1999. (See Exhibit*X)

ARTICLE XXV LONGEVITY

25.01 All employees shall receive longevity payments after the completion of the
required length of continuous full-time service pursuant to the following schedule:

After five (5) years $ 350.00 per year
After ten (10) years $ 600.00 per year
After fifteen (15) years $ 850.00 per year
After twenty (20) years $1,100.00 per year
After twenty-five (25) years $1,350.00 per year
After thirty (30) years $1,600.00 per year

25.02 Longevity payments shall be made in a lump sum in a separate check on the
basis of completion of a full year of service and shall be paid on the day nearest the middle of the
month earned or on a prorata basis in conjunction with regular pay periods at the option of the
cmployce. After five (5) ycars of employment, if an employee terminates employment on other
than his anniversary date, a final longevity payment will be made, pro-rated on the basis of the
number of months worked.

25.03 Any layoff in excess of one year or any authorized leave of absence shall be
considered as a break in service in the determination of continuous service except that such time

spent in layoff or on leave of less than one year shall not be credited in calculating length of
service.

ARTICLE XXVI INSURANCE

26.01 The Employer shall provide medical insurance benefits of a managed care system
pursuant to Appendix B, excluding vision eye care, for all employees except that the deductible
($200/%400) shall be prorated for one-half (1/2) year. Effective July 1, 2006, all employees shall
pay ten (10%) percent of the monthly premium for all insurances, except life insurance, except
that during the period from July 1, 2006 through December 31, 2006, such amount will not
exceed fifty ($50.00) dollars per month for the family plan and twenty-five ($25.00) dollars per
month for the single plan; during the period from January 1, 2007 through June 30, 2007, such
amount will not exceed seventy-five ($75.00) dollars per month for the family plan and thirty-
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five ($35.00) dollars per month for the single plan; and during the period commencing July 1,
2007 through December 31, 2007, such amount will not exceed ninety ($90.00) dollars per
month for the family plan and fifty ($50.00) dollars per month for the single plan. In the event
any other group of employees within the Employer, excluding those controlled by the courts, is
provided an insurance plan more beneficial than the plan described herein, subsequent to the
present round of bargaining, then such plan shall be offered to this bargaining unit. The
Employer shall contribute to an HMO an amount not to exceed its contribution to the PPO.

A. Effective September 1, 2006, there shall be a thirty ($30.00) dollar co-pay
for all name brand and non-formulary prescriptions and a twenty ($20.00)
dollar co-pay for all formulary prescriptions and a ten ($10.00) dollar co-
pay for generic prescriptions.

B. An employee on a maintenance prescription shall only be eligible for up to
two (2) months of prescription coverage outlined in Subsection A. After
the first two (2) months, an employee must utilize the mail order
prescription program. Failure to utilize the mail order prescription
coverage will result in no prescription coverage and the employee will be
responsible for the full cost of the prescription.

C. The co-pay for preventative dental care shall be ten ($10.00) dollars per
visit.

New hires shall receive the appropriate medical insurance coverage on the first day of hire.

26.02 The Employer reserves the right to continue to self insure or utilize an insurance
carrier, at its discretion, to provide such coverage. The Union shall be eligible to participate in
the Health-Care Committee as provided in the collective bargaining agreement between the
Employer and the LA.F.F.

26.03 The Employer shall provide and pay the cost of the existing $25,000.00 Life
Insurance Policy.

26.04 Effective February 1, 2008, all premium payments and all healthcare benefits paid

or provided to retired employees will not be provided to any employee retiring subsequent to this
date.

26.05 Effective July 1, 2006, all present retirees and any retiree who retires prior to
February 1, 2008, shall be cligible to rcecive bencfits paid by the Employer as provided under
the Parma Retiree Reimbursement Plan as outlined in Appendix C of this Agreement, which
shall be modified as follows:

a) Effective July 1, 2006, the maximum insurance premium reimbursement
shall be limited to eighty ($80.00) dollars per month for all‘two-party’ and ‘family’ plans. In the
event the cost of the insurance is reduced by the employee’s spouse being eligible for medicare or
any other authorized cost reduction, the above amount shall be reduced by the amount of the
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savings. The maximum insurance premium reimbursement shall be limited to forty ($40.00)
dollars per month for the‘Singlé’plan.

b) Effective January 1, 2007, all payments for co-pays, co-insurance,
deductibles, prescriptions and any other expenses previously reimbursable under this plan are
discontinued and terminated.

ARTICLE XXVII TRAINING AND EDUCATIONAL LEAVE

27.01 Any employee who is required, as a condition of employment, to attend training
sessions or seminars shall be compensated at the appropriate rate of pay for time in attendance at
such training or seminar. Travel time to and from such training or seminars shall be considered
as time worked and employees shall be compensated in accordance with the following schedule:

Local Schools (outside Parma or Parma Hts.) 1 hour each way
Columbus Area Schools 3 hours each way
London Schools 4 hours each way
27.02 Any employee who has enrolled in a law enforcement course who shows proof of

such enrollment and has schednled said courses so as not to interfere with his normal working
hours shall not have his working hours changed unless the needs of the Department requires
same as determined by the Communications Center Manager.

27.03 Any employee considering enrolling in a law enforcement course may request a
change in working hours so as to attend such course. Such request shall be made in writing and
shall be approved by the Communications Center Manager and/or the Safety Director.

ARTICLE XXVIII WAGE RATES

28.01 Retroactive to January 1, 2005, the following rates of annual compensation shall
be as follows for employees employed by the City of Parma on the execution date of this
Agreement:

Step 1 $31,024.26
Step 2 32,671.11
Step 3 34,388.91
Step 4 36,070.03
28.02 Retroactive to January 1, 2006, the following rate of annual compensation shall

be as follows for employees employed by the City of Parma on the execution date of this
Agreement:

Step 1 $31,954.99
Step 2 33,651.24
Step 3 35,420.58
Step 4 37,152.13
Step 5 39,006.13
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28.03 Effective January 1, 2007, the following rate of annual compensation shall be:

Step 1 $32,913.64

Step 2 34,660.78

Step 3 36,483.20

Step 4 38,266.69

Step § 40,176.31
28.04 All employees shall be advanced to the next step effective on their anniversary
date of hire.
28.05 Any Dispatcher currently receiving an annual compensation greater than highest

step contained in sections 28.01, 28.02 or 28.03 shall continue to receive their 2004 level of
compensation and shall be paid a lump sum equivalent to three (3%) percent of their base pay
but in no event greater than $1,253.00 for calendar year 2005, $1,291.00 for calendar year 2006
and $1,329.00 for calendar year 2007.

28.06 In addition to the above, the workday for all members of the bargaining unit will
consist of eight (8) hours.

28.07 Effective January 1, 2006, all current employees shall receive a uniform
allowance of three hundred ($300.00) dollars, annually, payable no later than May 31st of each
year.

28.08 Effective January 1, 2007, all employees shall receive a shift differential in the
amount of twenty-five (8.25) cents per hour for all hours worked on the evening (3-11) and night
(11-7) shifts.

28.09 Effective January 1, 2007, employees assigned to be a Training Officer shall be
paid one (1) hour at a rate of one and one-half (1 %2) their regularly hourly rate of pay to each
employee who is assigned and works with a trainee.

28.10 The levels of compensation contained in 28.02, 28.03 and 28.05 have already

taken into consideration that all dispatchers will be trained and certified in Emergency Medical
Dispatch (EMD) and will commence providing EMD as soor as possible.

ARTICLE XXIX MISCELLANEOUS

29.01 In any instance where the Employer sends an employee for a medical
examination, the Employer shall pay the cost of the examination.

29.02 The City will make a reasonable effort to issue pay checks every other Thursday
or Wednesday, if Thursday is a holiday.

29.03 In addition to such compensation as may be provided for elsewhere, there shall
be paid to the employees in the Communications Center who are not furnished City-owned
vehicles for use in the performance of their duties, the IRS rate for all mileage so traveled, when

so authorized by the Mayor, the Director of Public Safety and the Communications Center
Manager.

ARTICLE XXX COURT TIME

30.01 Employees shall receive as a minimum court time paid at their appropriate rate of
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compensation with the following minimum amounts:

a) Municipal Court one (1) hour
b) Common Pleas Court two (2) hours
ARTICLE XXXI INJURY LEAVE
31.01 An employee who is disabled as a result of the performance of hazardous duties,

as defined below, either on or off regular hours of duty, if such disability prevents him from
performing his duties, shall be paid his regular compensation during the continuance of such
service-related disability, but for a period not to exceed one hundred eighty (180) calendar days
from the date such service-related disability was incurred. During such injury leave,
compensation shall be paid in accordance with this section whether or not the regular employee
has accumulated sick leave. Hazardous duties include, but are not limited to, apprehension of or
attempted apprehension of suspects, active participation in prevention of crimes, and the pursuit
of suspects. In those cases where the Employer appeals a claim, and where an employe€’s injury
prohibits him from working “light-duty’ or “TWL and the only medically approved treatment is
surgery or an MRI is required to determine the type of treatment and injury, the one hundred
eighty (180) day time limit shall be extended from the date of the Employer's appeal to date of
initial determination by workers compensation, providing the approval was not delayed by the
employee or employe€'s physician.

31.02 An employee who is disabled as a result of the performance of non-hazardous
duties within the scope of his employment, if such disability prevents him from performing his
duties, shall be paid his regular compensation during the continuance of such service-related
disability, but for a period not to exceed one hundred eighty (180) calendar days from the date
such service-related disability was incurred. During such injury leave, compensation shall be
paid in accordance with this section whether or not the regular employee has accumulated sick
leave. In the event accumulated sick leave is available, however, and a service-related disability
within the meaning of this paragraph is incurred, the first twenty (20) days of said service-related
disability shall be charged to said employe€s accumulated sick leave credit, or if less than twenty
(20) days accumulated sick leave credit is available, the existing sick leave credit shall be
charged and any remaining service-related disability shall be charged to injury leave. In no event
will an employee receive more than his regular compensation while on injury leave.

31.03 An employee who obtains a paid leave under this Article shall file for a workers
compensation and sign a wavier assigning to the Employer those sums of money (temporary total
disability benefits) he would ordinarily receive as his weekly compensation as determined by law
for those number of weeks he receives benefits under this Article.

31.04 Injured employees shall submit a request to the Safety Director to receive injury
leave pursuant to the terms of this Article. The Safety Director shall determine if the employee
is eligible to receive benefits under this Article. If the employee disagrees with the Safety

Director’s determination, he may file a grievance at Step 3 of the Grievance procedure as defined
herein.
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31.05 The Employer may require an employee on injury leave to work “light duty’or a
“temporary work level’ program in accordance with Department Policy.

ARTICLE XXXII DURATION OF AGREEMENT

32.01 This Agreement represents the complete Agreement on all matters subject to
bargaining between the City and the OPBA and except as otherwise herein shall become
effective upon execution and shall remain in full force and effect until March 31, 2008.

32.02 An arbitrator-conciliator appointed pursuant to the provisions of Chapter 4117 of
the Revised Code shall have the authority to order increases in wage rates and other economic

items in the fiscal year in which the arbitrator-conciliator is appointed.

ARTICLE XXXIII LABOR/MANAGEMENT MEETINGS

33.01 In the interest of sound labor/management relations, up to two representatives of
the dispatchers bargaining unit may request a labor/managecment mccting with the Safcty
Director to discuss pending problems or issues of concern and to promote a more harmonious
labor/management relationship. When a meeting is requested, the Safety Director and/or an
appropriate designee(s) shall convene a meeting as soon as feasible.

33.02 Up to one (1) employee representative, who is scheduled to be at work during the
time of labor/management meetings, shall be allowed to attend the meeting with no loss of pay.
It is further agreed that any on-duty employee may be required to return to work if an emergency

arises during the meeting. The Safety Director shall have the discretion to limit any meeting to
one hour duration.

ARTICLE XXXIV PROBATIONARY PERIOD

34.01 All newly hired employees will be required to serve a probationary period of two
(2) years. After an employee is designated as ‘Solos, and for the duration of the probationary
period, said employee shall be given a probationary review every three (3) months by
management with a Communications Training Officer present. During such period, the
Employer shall have the sole discretion to discipline or discharge such employee(s) and any such

action shall not be appealable through any Grievance or Arbitration Procedures contained herein
nor to any Civil Service Commission.

34.02 The Employer will assign Dispatchers as a Communication Training Officer.

Any Dispatcher assigned by the Employer as a Communication Training Officer must complete
the required training.

ARTICLE XXXV FAMILY MEDICAL LEAVE

35.01 Employees may request and be granted time off without pay pursuant to the
Family Medical Leave Act of 1993 (FMLA) and the Employer may exercise such rights as
provided in said Act concerning the use of family medical leave.

ARTICLE XXXVI DRUG-FREE WORKPI.ACE

36.01 Peolicy: The Employer and the Union recognize that drug use by employees would be a
threat to the public welfare and the safety of department personnel. It is the goal of this policy to
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eliminate or absolve illegal drug usage through education and rehabilitation of the affected
personnel. The possession, use or being under the influence of alcoholic beverages or
unauthorized drugs shall not be permitted at the Employer's work sites and/or while an employee
is on duty.

36.02 Informing Employees About Drug and Alcohol Testing: All employees shall be fully
informed of the drug and alcohol testing policy. Employces will be provided with information
concerning the impact of the use of alcohol and drugs on job performance. In addition, the
Employer shall inform the employees on how the tests are conducted, what the test can
deterine and the consequences of testing positive for drug use. All newly hired employees will
be provided with this information on their initial date of hire. No employee shall be tested before
this information is provided to him. Prior to any testing, the employee will be required to sign the
attached consent and release form. Employees who voluntarily come forward and ask for
assistance to deal with a drug or alcohol problem shall not be disciplined by the Employer. No
disciplinary action will be taken against an employee unless he/she refuses the opportunity for
rehabilitation, fails to complete a rehabilitation program successfully, or again tests positive for
drugs within 2 year(s) of completing an appropriate rehabilitation program.

36.03 Employee Testing: Employees shall not be subjected to random medical testing
involving urine or blood analysis or other similar or related tests for the purpose of discovering
possible drug or alcohol abuse. If, however, there is a reasonable suspicion to believe an
employees work performance is impaired due to drug or alcohol abuse, the Employer will
require the employee to undergo a medical test consistent with the conditions as set forth in this
Article. Reasonable suspicion may be based on the following:

Involvement in a fatal or serious bodily injury accident or in an accident involving
substantial damage (exceeding $10,000.00); or An observable phenomena, such as direct
observation or drug/alcohol use or the physical symptoms of being under the influence of
a drug/alcohol; or

A pattern of abnormal conduct or erratic behavior; or
An arrest and conviction of a drug related offense; or

Information provided by reliable and credible sources that have been independently
corroborated.

36.04 Sample Collection: The collection and testing of the samples shall be performed only by
a laboratory and by a physician or health care professional qualified and authorized to administer
and determine the meaning of any test results. The laboratory performing the test shall be one
that is certified by the National Institute of Drug Abuse (NIDA). The laboratory will be chosen
by the Employer. The laboratory used shall also be one whose procedures are periodically tested
by NIDA where they analyze unknown samples sent to an independent party. The results of
employee tests shall be made available to the Medical Review Physician.
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Collection of blood or urine samples shall be conducted in manner which provides the highest
degree of security for the sample and freedom from adulteration. Recognized strict chain of
custody procedures must be followed for all samples as set by NIDA. The Union and the
Employer agree that security of the samples is absolutely necessary, therefore, the Employer
agrees that if the security of the sample is compromised in any way, any positive test shall be
invalid and may not be used for any purposes.

Samples will be submitted as per NIDA standards. Employees have the right for Union or legal
counsel representatives to be present during the submission of the sample.

A split sample shall be reserved in all cases for an independent analysis in the event of a positive
test result. All samples must be stored in a scientific acceptable preserved manner as established
by NIDA. All positive confirmed samples and related paperwork must be retained by the
laboratory for at least (6) months or for the duration of any grievance disciplinary action or legal

proceedings, whichever is longer. At the conclusion of this period, the specimen shall be
destroyed.

Tests shall be conducted in manner to ensure that an employec’s legal drug use and diet does not
affect the test results.

36.05 Drug Testing: The laboratory shall test for only the substances and within the limits for
the initial and confirmation test as provided within NIDA standards. The initial test shall use an
immunoassay which meets the requirements of the Food and Drug Administration for
commercial distribution. The following initial cutoff levels shall be used when screening
specimens to determine whether they are negative for these five drugs or classes of drugs:

Marijuana metabolites 100 ng/ml
Cocaine metabolites 300 ng/ml
Opiate metabolites{1] 300 ng/ml
Phencyclidine 25 ng/ml
Amphetamines 1,000 ng/ml

{1]: If immunoassay is specific for free morphine the initial test level is 25 ng/ml.

If initial testing results are negative, testing shall be discontinued, all samples destroyed and
records of the testing expunged from the employee’s file. Only specimens identified as positive
on the initial test shall be confirmed using gas chromatography/mass spectrometry (GS/MS)
techniques at the following listed cutoff values.

Marijuana metabolites[1] 15 ng/ml

Cocaine metabolites[2] 150 ng/ml
Opiates

Morphine 300 ng/l

Codeine 300 ng/ml
Phencyclidine 25 ng/ml
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Amphetamines

Amphetamine 500 ng/ml
Methamphetamine 500 ng/ml

[1] Delta-9-tetrahydrocannabinol-9-caraboxylic acid
[2] Benzoylecgonine

If confirmatory testing results are negative all samples shall be destroyed and records of the
testing expunged from the employece’s file.

36.06 Alcohol Testing: A breathalyzer or similar test equipment shall be used to screen for
alcohol use and if positive shall be confirmed by a blood alcohol test performed by the
laboratory. This screening test shall be performed by an individual qualified through and
utilizing equipment certified by the Ohio State Police. An initial positive alcohol level shall be
.04 grams per 210 L. of breath. If initial testing results are negative, testing shall be discontinued,
all samples destroyed and records of the testing expunged from the employee’s file. If initial
testing results are positive, the test shall be confirmed using a blood alcohol level. Sampling
handling procedures, as detailed in Section 4, shall apply. A positive blood alcohol level shall be
.04 grams per 100 ml of blood. If confirmatory testing results are negative all samples shall be
destroyed and records of the testing expunged from the employee’s file.

36.07 Medical Review Physician: The Medical Review Physician shall be chosen by the
Employer and must be a licensed physician with knowledge of substance abuse disorders. The
Medical Review Physician shall be familiar with the characteristics of drug tests (sensitivity,
specificity, and predictive value), the laboratories running the tests and medical conditions and
work exposures of the employees. The role of the Medical Review Physician will be to review
and interpret the positive test results. The Medical Review Physician must examine alternate
medical explanations for any positive test results. This action shall include conducting a medical
interview with the affected employee, review of the employees medical history and review of
any other relevant biomedical factors. The Medical Review Physician must review all medical

records made available by the tested employee when a confirmed positive test could have
resulted from legally prescribed medication.

36.08 Laboratory Results: The laboratory will advise only the employee and the Medical
Review Physician of any positive results. The results of a positive drug or alcohol test can only
be released to the Employer by the Medical Review Physician once he has completed his review
and analysis of the laboratorys test. The Employer will be required to keep the results
confidential and it shall not be rclcasced to the general public.

36.09 Testing Program Costs: The Employer shall pay for all costs involving drug and alcohol
testing as well as (e expenses involved of the Medical Review Physician. The Employer shall
also reimburse each employee for their time and expenses, including travel incurred, involved in
the testing procedure.
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36.10 Rehabilitation Program: Any employee who tests positive for illegal drugs shall be
medically evaluated, counseled and treated for rehabilitation as recommended by E.A.P.
counselor. Employees who complete a rehabilitation program will be re-tested randomly once
every quarter for the following 24 months. An employee may voluntarily enter rehabilitation
without a requirement or prior testing. The treatment and rehabilitation shall be paid for by the
employee’s insurance program. Employees will be allowed to use their accrued and earned leave
for the necessary time off involved in the rehabilitation program. If an employee tests positive
during the 24 month period they shall be subject to disciplinary action as per the Department
Rules and Regulations.

36.11 Duty assignment after treatment: Once an employee successfully completes
rehabilitation, they shall be returned to their regular duty assignment. Once treatment and any
follow-up care is completed, and 2 years have passed since the employee entered the program,
the employees personnel file shall be purged of any reference to his/her drug or alcohol problem.

36.12 Right of appeal: The employee has the right to challenge the results of the drug or
alcohol tests and any discipline imposed in the same manner that any other Employer action
under the terms of this Agreement is grieveable.

36.13 Union held Harmless: This drug and alcohol testing program was initiated at the request
of the Employer. The Employer assumes sole responsibility for the administration of this policy
and shall be solely liable for any legal obligations and costs arising out of the provisions and/or
application of this Collective Bargaining Agreement relating to drug and alcohol testing. The
Union shall be held harmless for the violation of any worker rights arising from the
administration of the drug and alcohol testing program.

36.14 Changes in Testing Procedures: The parties recognize that during the life of this
Agreement, there may be improvements in the technology of testing procedure which provide
more accurate testing. In that event, the parties will bargain in good faith whether to amend this
procedure to include such improvements. If the parties are nnable to agree on the amendments

they will be submitted to impasse procedures as outlined in the grievance procedure of this
Contract.

36.15 Conflict with Other Laws: This Article is in no way intended to supersede or waive any

constitutional or other rights that the employee may be entitled to under Federal, State or Local
statutes.
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Consent and Release Form for Drug/Alcohol Test Program

I acknowledge that I have received a copy of, have been duly informed, and understand the
Communications Center's drug and alcohol testing policy and procedures. I have been provided
with information concerning the impact of the use of alcohol and drugs on job performance. In
addition, I have been informed on how the tests are conducted, what the test can determine and
the consequence of testing positive for drug use.

I have been informed of the Communications Center's Employee Assistance Program. I
understand that if I voluntarily come forward and ask for assistance (o deal with a drug or
alcohol problem through the Employee Assistance Program, that I will not be disciplined by the
Employer.

I understand how drug/alcohol tests are collected and further understand that these are medical
tests that are conducted under the auspices of a Medical Review Physician. I understand that the
Medical Review Physician will review and interpret any positive test results, and that I will have
an opportunity to be interviewed by the Medical Review Physician to review my status, my
medical history and any relevant biomedical factors prior to the Communications Center being
informed whether I passed or failed the test.

I understand that a confirmed positive drug or alcohol test result will result in my referral to the
Communications Center's Employee Assistance Program and that I will be required to complete a
rehabilitation program. No disciplinary action will be taken against me unless I refuse to take a
drug/alcohol test, refuse the opportunity for rehabilitation, fail to complete a rehabilitation
program successfully, or again test positive for drugs/alcohol within 2 years of completing an
appropriate rehabilitation program. I understand that such disciplinary action, as described
herein. may include dismissal from the Communications Center.

Printed or typed name of employee

Signature of employee

Date
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ARTICLE XXXVII EXECUTION

37.01 IN WITNESS WHEREOF, the parties hereto have caused this Agreement to be
duly executed this day of , 2006.

FOR THE OPBA: FOR THE EMPLOYER:

By: By:

Dean DePiero, Mayor

Greg Baeppler, Safety Director
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Appendix C
City of Parma

Retirement Reimbursement Plan

The City of Parma is secking to amend its agreement with all retirees who are enrolled in the
City's medical and health insurance plans. This amendment will not reduce the current coverage
given to current the retirees. The City will enhance and add value to the current coverage.

If the employee is eligible to receive medical insurance under the Public Employees Retirement
System or the state’s Retiree Medical Plan, the City of Parma requests that the retiree obtain such
coverage. The City will terminate coverage under the Citys insurance program and substitute in
its place a medical and insurance reimbursement fund, which shall be subject to the following
conditions:

Al All claims must first be submitted to the insurance carriers provided through the
Public Employees Retirement System or the State’s Retiree Medical Plan. Within ninety (90)
days of receipt of the explanation of benefit form, the employee shall submit a copy of the
explanation of benefit form and request for payment to a third party administrator or any other
mutually agreed upon party, as designated by the City. The City or designated administrator will
provide reimbursement within thirty (30) days of submittal of the explanation benefit form. If the
City or designated administrator exceeds the thirty (30) day limit, then the reimbursement will
include all incurred interest or penalty charges. This paragraph expires effective December 31,
2006.

B. The expenses, for which reimbursement is requested, must be actual out-of-pocket
cost or legal obligation for which the employee is responsible. Charges that exceed the UCR

limit will not be eligible for reimbursement. This paragraph expires effective December 31,
2006.

C. The City shall pay a portion of the premium or co-pay from the Public Employces
Retirement System or from the States Retiree Medical Plan which is charged to the eligible

retiree, employee, including family members, for participation in the Plan, which is set forth in
Article XX VI, “Insurance’’

D. Reimbursement shall not be made for expenses which have been reimbursed
under liability insurance and/or the payment or settlement of a personal liability injury claim.

E. All eligible retirees shall be reimbursed on any out-of-pocket expense associated
with the prescription drug coverage provided by the Public Employees Retirement System or the
Statc’s Rctirce Mcdical Plan. The City will advance fifty dollars ($50.00) to each retiree to
minimize out-of- pocket prescription costs. The fifty dollars ($50.00) amount will be maintained
by proper receipt and form submittal to the City. This paragraph expires effective December 31,
2006.

F. All eligible retirees, shall be eligible to receive insurance coverage for dental and
vision up to the family level, and paid for by the City. These benefit shall remain at the highest
level currently in effect for the retiree, until the retiree becomes ineligible. The benefit level is
determined by the current contract of the respective bargaining unit. The retirees benefit level
may increase, but shall not be reduced.



G. A retiree is ineligible for this reimbursement program if he retires after January
31, 2008 or:

1. With respect to any claim not first submitted to the Public
Employees Retirement System or by the State’s Retiree Medical Plan; or

2. At such time the retiree is no longer covered under the Public
Employees Retirement System or by the State’s Retiree Medical Plan; or

3. At such time the retiree is eligible to enroll in the Federal
Government's Medicare Program; or

4. While the employee is covered under any other hospitalization
plan from another employer.

H. All eligible retirees shall have the option to receive one of the following benefits:

1. An annual retirement pay equivalent to the copay for retirees and

spouse required by the Public Employees Retirement System or the State’s Retiree
Medical Plan; or

2. A life insurance contribution to age sixty five (65). This
contribution will be made payable by the City of Parma in the amount of fifty dollars
($50.00) monthly. The retiree may choose to purchase a death benefit of ten thousand
dollars ($10,000.00) and apply the balance contributed to an annuity rider. The retiree
may also choose to apply the entire contribution toward a life insurance purchase. The
City agrees to pay the contribution for a maximum of five (5) years. At age sixty-five
(65), (or after the five (5) year maximum) the policy could be cash surrendered or

payments could be taken over by the retiree. This paragraph (H) expires effective
December 31, 2006.

NOTE: These options are taxable under any federal, state or local laws. If the initial
enrollment for life insurance is under 25 applicants, a health questionnaire may be a required
prerequisite.

L The City shall provide each retiree a user card which identifies the Citys Retiree
Reimbursement Plan.

J. If the retiree elects to withdraw from the Public Employees Retirement System or
the State’s Retiree Medical Plan, and than at a later time elects to return to either of the
aforementioned, the retiree shall be ineligible for the Citys Retiree Reimbursement Plan.

K. The City will hire a Retirement Coordinator to assist retirees in all aspects of the
Retiree Reimbursement Plan.



January 11, 1999

To:  All Dispatchers
From: Jerry Abruzzino
Subject:  Overtime and Call In Procedure

Attached please find the overtime call in procedure for the Com Center. It will become
effective immediately.

Also effective January 6, 1999 the minimum number of dispatchers on duty will be three

(3).

Jerry Abruzzino
Manager 911 Communications Center

cc: File
Chief Palinkas
Capt. Schmigel
Safety Director Dybzinski

‘EXHIBIT A’



Overtime & Call-In Procedure

Individuals calling in sick must call in one (1) hour prior to start of scheduled shift. All
calls concerning sick leave and overtime will be made on a taped line.

Individuals must give reason for call off to include nature of illness &/or person in family
who is ill.

Person taking call is to:

a. Complete a sick slip, make a copy for CCMS Office, (or make notification to him
if he is working), and place original in callers mailbox to be signed upon their
return to work and make calls by seniority for overtime to be filled.

A note is to be attached to the CCM'S copy with the name of the fill person (s) or*no fill
needed’ indicated on the note.

In the event that we were unable to contact any of the dispatchers to fill the overtime
needs, the junior dispatcher on duty will stay for a minimum of(4) his. We will continue
to try and locate a fill. If none is available, we will make every effort to call the members
of the oncoming shift and the junior member will come in 4 hours early.

Dispatchers who anticipate the need for a sick day (s) in advance of their scheduled shift
will be responsible for offering the sick time to the remainder of the dispatchers by
seniority. If a volunteer fill is not obtained, CCM is to be advised at the conclusion of the
offering process.

OVERTIME

Vacation overtime opportunities will be offered at least two weeks prior to the open
shifts. Shifts still open 5 days prior to the date the overtime is needed will be filled by the

least senior dispatcher (s) depending on the number of available shifts and the hours
already assigned to the least senior dispatcher.

No dispatcher will be ordered to work more than 16 hours out of a 24 hour period.
If a dispatcher is on day off or vacation status when their name comes up to choose, CCM

is to be advised on day shift, and that dispatcher will be called and afforded the chance to
choose an open shift.

If a dispatcher knows in advance of their turn to choose that they can work all or part of a

shift, they may place that information in pencil next to the open shift sign up blank, (not
in the blank), or it can be placed on a note attached to the sign up sheetv/schedule.

EXHIBIT*A



City of Parma ™
II:AA%JDTIS ﬁ ]E SuperMed Plus SUDBI‘MB[I
$200/$400 Deductible Plan " Pus
Benefit Period January 1* through December 31°
Dependent Age [ imit 19 Dependent/ 25 Student
Removal upon Birth Date
Pre-Existing Condition Waiting Period Not Subject to Pre-Ex
Blood Pint Deductible 0 pints
Lifetime Maximum $2,500,000
Benefit Period Deductible — Single/Family’ $100 / $200 September 1, $200/ $400 September1,
2006-December 31, 2006 2006~ December 31, 2006
then $200 /3400 January 1 — | hen $400 / $800 January
December 31 thereafter — December 31 thereafter
Coinsurance 90% 70%
Coinsurance Qut-of-Pocket Maximum $500/ $1,000 September 1, $1,000/ $2,000 September 1,
(Excluding Deductible) — Single/Family 2006 —December 31, 2006 2006 -December 31, 2006 then
then $1000 / $2000 january 1 $2,000 / $4000 January 1 -
-~ December 31 thereafter December 31 thereafter
Physician/Office Services
Office Visit (lilness/injury) 90% after deductible 70% after deductible
Urgent Care Office Visit 90% after deductible 70% after deductible
Voluntary Second Surgical Opinion 90% after deductible 70% after deductible
Immunizations (tetanus toxoid, rabies vaccine, and
meningococcal polysaccharide vaccine are covered 90% after deductible Not Covered
services) ]
Preventative Services
Office Visit/Routine Physical Exam 90% after deductible Not Covered
(One exam per benefit period)
Well Child Care Services including Exam and 90% after deductible Not Covered
Immunizations (To age eighteen)
Well Child Care Laboratory Tests 100%
(To age eighteen)
Routine Mammogram (One per benefit period) 100%
Routine Pap Test (One per benefit period) 100%
Routine EKG, Chest X-ray, Complete Blood Count, 100%
Comprehensive Metabolic Panel, Urinalysis
Outpatient Services
Surgical Services 90% after deductible | 70% after deductible
Diagnostic Services 100%
Physical and Occupational Therapy — Facility and 90% after deductible 70% after deductible
Professional (10 visits then Medical Review)
Chiropractic Therapy — Professional Only 90% after deductible 70% after deductible
Unlimited)
Speech Therapy — Facility and Professional 90% after deductible 70% after deductible
10 visits then Medical Review)
Cardiac Rehabilitation 90% after deductible 70% after deductible
Emergency use of an Emergency Room® $50 copay, then 100%
Non-Emergency use of an Emergency Room*” $50 copay, then 90% l $50 copay, then 70%




inpatient Facility

Semi-Private Room and Board

90% after deductible

70% after deductible

Maternity

90% after deductible

70% after deductible

Skilled Nursing Facility (100 days per benefit
_period)

90% after deductible

70% after deductible

Additional Services

Allergy Testing and Treatments

90% after deductible

Inpatient 70% after deductible
Outpatient Not Covered

Ambulance

90% after deductible

70% after deductible

Durable Medical Equipment

90% after deductible

70% after deductible

Home Healthcare

90% after deductible

Not Covered

Hospice

90% after deductible

Not Covered

Organ Transplants

90% after deductible

70% after deductible

Private Duty Nursing

90% after deductible

70% after deductible

Mental Health and Substance Abuse

Inpatient Mental Health and Substance Abuse

Services (30 days per benefit period; Substance 50%" after deductible Not Covered
Abuse limited to one admission per benefit period)
Outpatient Mental Health and Substance Abuse 50%" after deductible 50%" after deductible
Services (20 visits per benefit period)

Note: Services requiring a copayment are not subject to the single/family deductible.

Coinsurance expenses incurred for services by a network provider will only apply to the network coinsurance
out-of-pocket limits. Coinsurance expenses incurred for services by a non-network provider will only apply to
the non-network coinsurance out-of-pocket limits.

Non-Contracting and Facility Other Providers will pay the'same as Contracting.
Benefits will be determined based on Medical Mutual's medical and administrative policies and procedures.

This document is only a partial listing of benefits. This is not a contract of insurance. No person other than an
officer of Medical Mutual may agree, orally or in writing, to change the benefits listed here. The contract or
certificate will contain the complete listing of covered services.

In certain instances, Medical Mutual's payment may not equal the percentage listed above. However, the
covered person’s coinsurance will always be based on the lesser of the provider's billed charges or Medical
Mutual's negotiated rate with the provider.

'Maximum family deductible. Member deductible is the same as single deductible.

2Copay waived if admitted.

“Not applied to Coinsurance Out-of-Pocket Maximum.

3The copay applies to room charges only. Ali other covercd charges are subject to deductible and coinsurance.



MEDICAL
MUTUAL,

City of Parma
Prescription Drug Program

Beete T

Benefit Period January 1* through December 31°
Dependent Age Limit 7 Same as Medical

Formulary Retail Program with Oral Contraceptive Coverage — mandatory mail order after the second
retail fill of a prescription drug

Generic Copayment $10 30

Formulary Copayment $20 30 ]
Non-Formulary Copayment $30 30

Formulary Mail Order Program with Oral Contraceptive Coverage

Generic Copayment $25 90

Formulary Copayment $50 920
Non-Formulary Copayment 375 90 B

Note:

[n an effort to continue our commitment to quality care and help contain the increasing cost of prescription

drug coverage, a formulary feature is included in your prescription drug benefit. A formulary drug is a FDA
approved prescription medication reviewed by an independent Pharmacy and Therapeutics Committee
brought together by Medco Health Solutions, Inc. Formulary drugs can assist in maintaining quality care while

meeting your plan's cost containment objectives.

Benefits will be determined based on Medical Mutual's medical and administrative policies and procedures.

This document is only a partial listing of benefits. This is nota contract of insurance. No person other than an
officer of Medical Mutual may agree, orally or in writing, to change the benefits listed here. The contract or
certificate will contain the complete listing of covered services.
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